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Abstract: The world seems to be increasingly in demand of global leaders with 
a transformational leadership style who do business across borders with 
intercultural ease. To identify such leaders, this study explores whether third 
culture kids (TCKs) (n = 121) compared to non-TCKs (n = 116) exhibit a 
stronger set of multicultural personality traits and intercultural competences, 
and whether TCKs compared to non-TCKs, via their multicultural personality 
traits and intercultural competences, prefer transformational leadership more. 
Results from group comparisons indicated that TCKs display more intercultural 
sensitivity than non-TCKs. Parallel mediated regression analyses showed that 
being a TCK, compared to not being a TCK, had a positive indirect effect on 
their preference for transformational leadership through open-mindedness, 
while it had a negative indirect effect on their preference for transformational 
leadership through flexibility and emotional stability. 
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1 Introduction  
Globalisation leads to an increasingly diverse working environment, resulting in a 
growing number of people working in an intercultural and international setting 
(Matthewman, 2011). In such settings, people are expected to maintain international 
contacts and deal with colleagues coming from different cultural backgrounds. According 
to Matveev (2017, p.5), “A new skills set, including intercultural competence, will help 
managers face the challenges of a complex, dynamic, and competitive business 
environment”. Similarly, Rosen (2000) sees global literacy as the new leadership 
competence required for business success. Rosen defines being globally literate as 
“seeing, thinking, acting, and mobilizing in culturally mindful ways” (Rosen, 2000, 
p.57).  
A review by Cumberland et al. (2016) identified no less than 17 personality traits that 
were linked to effective global leadership, including open-mindedness and flexibility. 
Besides the importance of multicultural personality traits, the need of intercultural 
competences for global leadership has been pointed out. Bird et al. (2010), for instance, 
see intercultural competence as increasingly necessary in a global workplace, arguing 
that collaborative and coordinating demands are stretching leaders’ capacities. Such 
views have been corroborated by empirical findings. Related to intercultural 
competences, Caligiuri and Tarique (2009) examined whether a set of situation-specific 
cross-cultural competences was related to international assignee success (Caligiuri and 
Tarique, 2009, 2012, 2016). The effectiveness of global leaders’ activities was affected 
by experiences that included high contact cross-cultural leadership development. More 
generally, they found that significant intercultural experiences in either an individual’s 
professional or personal life positively impacted their flexibility and tolerance for 
ambiguity.  
The question may be asked which individuals possess such multicultural personality 
traits and intercultural competences. Are these traits and competences more prevalent in 
people who have had intercultural experiences from an early age onwards, such as third 
culture kids (TCKs)? TCKs are people who, in the period between 0 and 18 years of age, 
have lived in another culture than the passport culture of their parents (Pollock and Van 
Reken, 2009). Many TCKs thus have had unique intercultural experiences in their years 
of development, growing up among cultures. As Pollock et al. (2010) emphasised, this 
uniqueness lies in the actual living in different cultural worlds instead of simply 
watching, studying, or analysing other cultures. Their considerable cultural capital 
therefore may provide TCKs with an intercultural advantage (Cottrell, 2002). In this 
regard, researchers have argued that their past experiences and international focus may 
prepare TCKs, when older, to be well-suited for expatriate assignments, for example 
intended for multinational business purposes (Bonebright, 2010; Selmer and Lam, 2004). 
Supporting such reasoning, Miska et al. (2013) found that when working with people 
from other nationalities, one’s intercultural competences of emotional sensitivity and 
social flexibility positively relate to effective and responsible global leadership.  
Global leadership has been described as “the process of influencing the thinking, 
attitudes, and behaviours of a global community to work together synergistically toward 
a common vision and common goal” (Bird et al., 2010, p.811). From this we can infer 
that there is clear similarity with the transformational leadership style, the latter referring 
to inspiring one’s followers to accomplish more, and emanating from the widely used 
leadership model of Bass et al. (1996). The transformational leadership style has a focus 
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on inspiring followers with a vision towards a goal. When placing leadership styles in an 
intercultural context, conceptually, transformational leadership is closest to global 
leadership compared to both other styles which Bass et al. (1996) distinguish. These two 
other styles are transactional leadership, with a focus on matching the needs of the 
organisation and the needs of the employees, and laissez-faire leadership, a style of 
absent leadership. Empirical research by Van Woerkom and De Reuver (2009) on 
leadership styles has shown that within an intercultural work environment, 
transformational leadership is a particularly effective style to increase subordinates’ work 
performance. Furthermore, Van Woerkom and De Reuver (2009) reported a positive 
relationship between displaying transformational leadership and all five traits of the 
multicultural personality model of Van der Zee and Van Oudenhoven (2000), namely 
cultural empathy, open-mindedness, social initiative, emotional stability and flexibility. 
Related to the above lines of thought, in this study we expect TCKs to exhibit a 
stronger set of multicultural personality traits and intercultural competences than non-
TCKs and we investigate how these traits and competences in turn could relate to one’s 
preferred leadership style, in particular transformational leadership. To this end, the 
following section will deal with the topics of third culture kids, multicultural personality 
traits and intercultural competences, and finally leadership styles, especially the 
transformational leadership style. These topics will lead to the formulation of several 
hypotheses. 
2 Third culture kids and cross cultural kids  
TCKs form a subcategory of the group of Cross Cultural Kids (CCKs; Van Reken and 
Bethel, 2005). The different types of CCKs are presented in Figure 1. CCKs are children 
who “lived in – or meaningfully interacted with – two or more cultural environments for 
a significant period of time during childhood” (Pollock and Van Reken, 2009, p.31). 
Bicultural as well as multicultural children who have parents originating from two or 
more cultural backgrounds are a subcategory of CCKs as well. The categories of CCKs 
among others include children of immigrants and refugees, ethnic minority, and 
international adoption children (Pollock and Van Reken, 2009). Immigrant children are 
experiencing another culture as a result of the choice of their parents to permanently 
move to another country, with the assumption that they will not be returning to their 
home country. Children of refugees are CCKs living in a country other than their home 
country as a result of forced circumstances such as war, politics, violence or natural 
disaster, often with the assumption that they will be returning to their home country. 
Whereas children of ethnic minority groups are children of parents not belonging to the 
ethnic majority of the country of residence, international adoption children are children 
adopted by parents who do not originate from their country of birth. 
In Figure 1, third culture kids are labelled as Traditional TCKs. This term refers to 
children who encounter and live in other cultures because of the career choice of at least 
one of their parents. The term Adult TCKs is used for adults who grew up as TCKs and is 
commonly abbreviated as ATCKs. However, more often the abbreviation used is TCKs. 
The parents’ (passport) culture is often known as the home or ‘first’ culture, and the host 
culture is labelled as the second culture (Pollock and Van Reken, 2009). Occasionally, 
TCKs also are referred to as ‘global nomads’ (McCaig, 1994) as they share  
the experience of movement, or a lack of fixed territory (Cason, 2015). The shared 
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commonalities of TCKs, who are living an internationally mobile lifestyle, often lead to a 
‘neither/nor world’, which is called the Interstitial or Third Culture (Pollock et al., 2010). 
Thus, TCKs generally feel that they belong only partly, but not fully, to all cultures  
they have experienced. In adjusting to a wide variety of influences, they might have 
incorporated elements of the cultures that they grew up in as well as elements of their 
parents’ passport culture. The so-called third culture, however, has been defined as  
“a generic term to discuss the lifestyle created, shared and learned by those who are from 
one culture and in the process of relating to another one” (Pollock et al., 2010, p.16). 
Living without one’s parents in another country during childhood, e.g., having had  
a boarding school period abroad, does not in itself identify a person as a TCK. 
Furthermore, to be identified as a TCK it is important that one’s cross-cultural experience 
unfolds before reaching the age of eighteen. According to Cason (2015), “TCKs may be 
better understood as belonging to a separate culture of ‘in-between-ness’, or in other 
words as ex-members of an expatriate subculture, who, in adulthood, are generally 
excluded from their parents’ homeland by virtue of their growing up outside the passport 
culture of their parent” (Cason, 2015, p.36).  
TCKs have been classified into five subgroups, as shown in Figure 2. This 
classification is based on reasons why parents lived abroad, namely, according to  
their parents’ so-called sponsor organisations: (1) the military, (2) missionary (and non-
profit work), (3) corporate (business), and (4) foreign service (diplomats) and (5) other 
(Hervey, 2009; Pollock and Van Reken, 2009). Presently, it is commonly recognised that 
there are many more categories of TCKs, such as parents working for NGOs and parents 
working in education (Pollock and Van Reken, 2009). 
Figure 1 Cross cultural kids (Pollock and Van Reken, 2009). TCKs are labelled as traditional 
third culture kids in this figure. The figure is used with permission from the authors 
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Figure 2 Types of TCKs, labelled as traditional third culture kids (Pollock and Van Reken, 
2009). The figure is used with the permission from the authors 
 
Lam and Selmer (2004) reported that adolescent TCKs had stronger international 
mobility preferences compared to their non-TCK peers. Additionally, Cottrell (2002) 
reported that “One of the most noteworthy characteristics of ATCKs is their 
extraordinary educational achievement; 81% had at least a bachelor’s degree compared to 
21% of the US population over 25 (years of age) at the same time” (Cottrell, 2002, 
p.235). It should be noted that this research is uniquely based on ATCKs with US 
passports, thus a generalisation to other ATCKs is yet to be empirically confirmed.  
Given that TCKs show a stronger preference for travel and an international career, 
they often speak several languages. Combined with a reduced preference to settle down, 
TCKs may be successful as future business expats (Selmer and Lam, 2004). The longer 
people had lived outside the US as TCKs and the more nations they had lived in, the 
more likely they were to use another language at work, to have worked outside the US 
and to have had a work history which was primarily or entirely international (Cottrell, 
2002). Such third culture experience is thought to facilitate TCKs in developing a set of 
intercultural competences (Gerner and Perry, 2000; Lam and Selmer, 2004; Langford, 
1998). Their intercultural competences, and likewise, their developed multicultural 
personality traits may equip them to display better leadership in today’s culturally diverse 
work environment. 
Research concerning TCKs has often highlighted the negative effects of their cross-
cultural experience, such as depression, identity crisis, and experiencing what is known 
as a ‘reverse culture shock’ upon returning to their passport country (Fail et al., 2004; 
Hervey, 2009; Walters and Auton-Cuff, 2009). Several researchers, however, have 
emphasised that the benefits of their upbringing are unique and far-reaching in a positive 
sense. For example, McCaig (1994) stated: “In an era when global vision is imperative, 
where skills in intercultural communication, linguistic ability, mediation, diplomacy and 
the ability to manage diversity are critical, global nomads are probably better equipped 
than others” (McCaig, 1994, p.33). The next paragraph will explore the constructs of 
multicultural personality traits and intercultural competences, including the concept of 
Cultural Intelligence (CQ), which was introduced in 2002, and their relationship.  
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2.1 Multicultural personality traits, intercultural competences, and  
cultural intelligence 
Multicultural personality traits (MPTs) as well as intercultural competences (ICs) have 
been shown to be useful for predicting and explaining individual differences in 
intercultural effectiveness (Mol et al., 2005; Van Oudenhoven and Van der Zee, 2002; 
for a review of studies see Matsumoto and Hwang, 2013). 
More or less simultaneously, Earley and Ang (2003) introduced the construct of 
cultural intelligence (CQ), which is also intended to predict individuals’ intercultural 
effectiveness. To date, research on CQ has grown increasingly popular (Fang et al., 
2018), as a result of which the need also arises to discuss how MPTs and ICs are 
conceptually related to CQ. Within CQ, Earley and Ang (2003) distinguish four 
intercultural facets, namely cognitive CQ (knowledge about cultures), metacognitive CQ 
(cultural awareness, questioning one’s own cultural assumptions), motivational CQ 
(efforts to understand how to operate effectively cross-culturally) and behavioural CQ 
(adapting verbal and non-verbal behaviour to another culture). The general concept of 
CQ has been defined as follows: “A person’s capability to adapt effectively to new 
cultural contexts and thus refers to a form of situated intelligence where intelligently 
adaptive behaviours are culturally bound to the values and beliefs of a given society or 
culture” (Earley and Ang, 2003, p.26). In their view, cultural intelligence is partly 
referred to as cultural meta-cognition, a proposed higher-order faculty enabling 
individuals to regulate how they use their cultural knowledge and how they adjust their 
behaviour.  
In an extensive review of 142 articles, Fang et al. (2018) categorised two predictors 
of CQ, personality traits and intercultural experiences, to form antecedents of CQ. 
Supporting this idea, earlier studies showed that openness for experience was related to 
all four CQ dimensions mentioned above (Ang and Koh, 2006). Openness for experience 
can conceptually be related to open-mindedness, one of the identified multicultural 
personality traits. Furthermore, Remhof et al. (2013) found that individuals’ motivational 
CQ could be predicted from their motivation to explore cultural situations and enjoy new 
experiences. When traits and competences develop through intercultural experience,  
one could therefore argue that both multicultural personality traits and intercultural 
competences may be perceived as CQ antecedents. Having discussed the plausible role of 
MPTs and ICs as antecedents of CQ, we now discuss MPTs and ICs more in depth. 
2.2 Multicultural personality traits (MPTs)  
Van der Zee and Van Oudenhoven (2000) proposed five multicultural personality 
dimensions, later referred to as traits (Van der Zee et al., 2013), which are viewed as 
relevant to intercultural effectiveness. These five traits are: cultural empathy (defined as 
the degree to which a person can empathise with thoughts, feelings, and behaviours of 
individuals from a different culture), flexibility (the ability to navigate new and 
unexpected cross-cultural situations), social initiative (the tendency to approach new 
social situations actively), open-mindedness (the extent to which one holds an open and 
unbiased attitude towards people from a different culture), and emotional stability  
(the ability to regulate emotional responses in cross-cultural stressful situations)  
(Van der Zee et al., 2013).  
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Traditionally, aspects of an individual’s personality are considered to be more or less 
stable, whereas competences are considered to be malleable (Roberts and DelVecchio, 
2006). In the MPT framework, flexibility and emotional stability are assumed to be fairly 
stable, whereas cultural empathy, social initiative and open-mindedness are considered to 
be more amenable to change (Herfst et al., 2008). Likewise, other studies indicate that 
the MPTs may be changeable. Van Bakel (2012) and Van Bakel et al. (2014), for 
example, found that expatriates’ open-mindedness changed depending on contact with 
locals: Expatriates in the Netherlands with little contact with locals became less open-
minded after nine months abroad, whereas those with systematic contact remained as 
open-minded as at the beginning of their stay, provided they also had a long-term 
personal relationship. 
Findings reported by Dewaele and Van Oudenhoven (2009) comparing TCKs and 
non-TCKs on multicultural personality traits are of interest to the current study. They 
found that TCKs on average scored higher than non-TCKs on cultural empathy and open-
mindedness, but lower on emotional stability. They, however, found that TCKs did not 
score significantly differently from non-TCKs on flexibility or social initiative. The 
participant sample consisted of 79 respondents between the age of 13 to 15 of which 50% 
were TCKs and 50% were non-TCKs. The authors explained their findings by stating 
that acculturation is a stressful process that may reduce one’s emotional stability, 
whereas the pressure to fit in and deal with different languages and cultures might 
strengthen one’s cultural empathy and open-mindedness.  
Based on the findings presented above, we expect that three traits, notably cultural 
empathy, open-mindedness and emotional stability from the MPT framework are 
changeable by external factors, and hence, that TCKs on average may score differently 
on these multicultural personality traits than non-TCKs due to their early cross-cultural 
life experiences. Emotional stability is included here since living across different cultures 
impacts stability, especially in comparison to not moving during developmental years. 
With this knowledge, we aim to investigate whether their findings are generalisable to 
TCKs as adults. As a consequence, hypothesis 1 was formulated as follows: 
Hypothesis 1: TCKs will score significantly higher than non-TCKs on cultural empathy 
(1a), and on open-mindedness (1b), but significantly lower than non-TCKs on emotional 
stability (1c). 
2.3 Intercultural competences (ICs) 
Intercultural competences are regarded as sets of knowledge, skills, attitudes and other 
characteristics assumed to contribute to effective intercultural interaction (Engle et al., 
2001; Miska et al., 2013; Ruben, 1989; Ruben and Kealey, 1979; Spitzberg and 
Changnon, 2009; Thomas and Fitzsimmons, 2008). The search for intercultural 
competences to explain, predict and assess differences in how individuals deal with 
intercultural interactions started with a series of Peace Corps studies in the 1960s (Smith, 
1966). Since then, numerous intercultural competences have been proposed (cf. Spitzberg 
and Changnon, 2009, for a list of more than 300 competences), and different underlying 
competence models have been discerned (Matveev and Merz, 2014; Spitzberg and 
Changnon, 2009; Thomas and Fitzsimmons, 2008).  
One of the models used to assess intercultural competences is the Intercultural 
Readiness model, measuring competences with the Intercultural Readiness Check (IRC; 
   
 
   
   
 
   
   
 
   
   334 M.F. de Waal and M.Ph. Born    
 
    
 
 
   
   
 
   
   
 
   
       
 
Van der Zee and Brinkmann, 2004). The model regards the IRC competences as 
prerequisites for intercultural effectiveness. The four competences discerned by the 
Intercultural Readiness model are the following: intercultural sensitivity (the ability to 
take an active interest in others, their cultural background, needs and perspectives), 
intercultural communication (the ability to monitor and adjust one’s own communicative 
behaviours when communicating with culturally different others), building commitment 
(the ability to influence one’s social environment, based on a concern for integrating 
different perspectives), and managing uncertainty (the degree to which one appreciates 
the uncertainty of culturally diverse environments as an opportunity for personal 
development) (Brinkmann and Van Weerdenburg, 2014; Van der Zee and Brinkmann, 
2004). 
With respect to how the four competences are related to one another, the Intercultural 
Readiness model makes no specific assumptions. This framework views all competences 
are learnable and trainable. In terms of Thomas and Fitzsimmons’ typology of models, 
the IRC can be classified as a ‘developmental and learning model’ (Thomas and 
Fitzsimmons, 2008). These authors consider intercultural sensitivity to be an information 
skill, intercultural communication and building commitment as interpersonal skills, and 
managing uncertainty as an action skill.  
Van der Zee and Brinkmann (2004) have shown empirically that the intercultural 
competences (ICs) are predictive of employees’ international career aspirations and that 
they are related to previous experience abroad. Van der Poel (2016) reported that the ICs 
were predictive of students’ intercultural development during a stay abroad. Furthermore, 
Lyubovnikova et al. (2015) found that intercultural sensitivity as measured by the IRC 
predicted the degree to which students appreciated their group’s cultural diversity as a 
resource for learning and performance.  
A survey by Williams (2005) showed that even a short exposure to different cultures 
improved intercultural competences. Over a period of four months, students participating 
in an exchange program showed significantly more intercultural skills than those who did 
not. Anderson et al. (2006) confirmed these findings when investigating an exchange 
period of four weeks, and Pedersen (2010) confirmed similar findings in a study on the 
development of intercultural sensitivity over a year. Furthermore, previous research has 
shown that being exposed to different cultures, particularly long exposures, improves 
these competences and intercultural skills (Anderson et al., 2006; Pedersen, 2010; 
Williams, 2005). Consequently, we aim to investigate whether these findings can be 
expanded to TCKs, formulating the second hypothesis as follows:  
Hypothesis 2: TCKs score significantly higher than non-TCKs on intercultural sensitivity 
(2a), intercultural communication (2b), building commitment (2c), and managing 
uncertainty (2d). 
2.4 Transformational leadership  
With a better understanding of multicultural personality traits and intercultural 
competences and how these are related to being a TCK, we explore the relationship 
between these traits and competences and transformational leadership. Subsequently, the 
relationship between TCK status and transformational leadership through these traits and 
competences will be focussed upon.  
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In an investigation of over two-hundred global leaders, Caligiuri and Tarique (2009) 
found that cross-cultural leadership development activities as well as leaders’ personality 
characteristics were predictors of effective global leadership. For example, they found 
that extraversion, a personality characteristic, moderated the relationship positively 
between high contact cross-cultural leadership development activities and effectiveness 
on global leadership activities (Caligiuri and Tarique, 2009).  
Transformational leadership was coined by Burns (1978) and defined as “leaders 
inducing followers to act for certain goals that represent the values and the motivations - 
the wants, and needs, the aspirations and expectations - of both leaders and followers” 
(Burns, 1978, p.19). The influence of multicultural personality on one’s own 
transformational leadership and performance was measured among 138 managers in the 
earlier mentioned study of Van Woerkom and De Reuver (2009) through self-reported 
behaviour and self-reported preferences. The intercultural context in which these 
managers worked included expatriate assignments as well as roles in which they needed 
to lead multicultural groups. Results showed a positive relationship between all five traits 
of cultural empathy, flexibility, social initiative, open-mindedness, and emotional 
stability with transformational leadership.  
With regards to these findings, we aim to replicate the findings of Van Woerkom and 
De Reuver (2009) and therefore formulated the third hypothesis as follows:  
Hypothesis 3: The multicultural personality traits of cultural empathy (3a), flexibility 
(3b), social initiative (3c), open-mindedness (3d), and emotional stability (3e) correlate 
positively with a preference to display transformational leadership.  
Next to the expected relationship between multicultural personality traits and 
transformational leadership, we may expect relationships between intercultural 
competences and transformational leadership. Looking at the aspect of transformational 
leadership, research often refers to effective global leadership. This latter type of 
leadership combines ways to integrate thoughts, attitudes and behaviours to be able to 
reach common visions and goals through working together (Bird et al., 2010), and leads 
to the concept of a global mind-set (Cohen, 2007). In their review of the literature on a 
global mind-set, Levy et al. (2007) defined this construct as “a highly complex cognitive 
structure characterized by an openness and articulation of multiple cultural and strategic 
realities on both global and local levels, and the cognitive ability to mediate and integrate 
across the multiplicity” (Levy et al., 2007, p.244). The global mind-set links the 
intercultural competences, as defined previously as sets of knowledge, skills, attitudes 
and other characteristics, to the vision and strategic emphasis of transformational 
leadership.  
Transformational leaders will need good verbal and non-verbal communication skills 
in an intercultural context to be able to develop a vision and work towards a vision 
together with one’s diverse subordinates. Leaders in an intercultural context aim to 
inspire their followers towards a common vision, and can be expected to be resilient, to 
withstand stress, have excellent verbal and non-verbal communication, and have a high 
tolerance for ambiguity, frustration and uncertainty (Verghese and D’Netto, 2011). This 
tolerance (for ambiguity, frustration and uncertainty) is recognised in the intercultural 
competence of managing uncertainty, as described by Brinkmann and Van Weerdenburg 
(2014), which comprises the facets of openness to cultural diversity as well as exploring  
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new approaches. Relatedly, Verghese and D’Netto mentioned the need for more research 
on the relationship between global leadership and cultural intelligence (Verghese and 
D’Netto, 2011). The meta-analytic review of CQ and its dimensions by Schlaegel et al. 
(2017) also concluded that transformational leadership was positively and significantly 
related to overall CQ as well as to the separate CQ dimensions. These expectations for 
leaders can be recognised in competences such as intercultural sensitivity and cross-
cultural competence (Bücker and Poutsma, 2010). Intercultural sensitivity, according to 
Brinkmann and Van Weerdenburg (2014) includes cultural awareness and attention to 
signals.  
Regarding the four intercultural competences that the Intercultural Readiness model 
recognises, we formulated hypothesis 4. This hypothesis investigates the relationship 
between competences and transformational leadership and is formulated as follows: 
Hypothesis 4: Intercultural sensitivity (4a), intercultural communication (4b), building 
commitment (4c), and managing uncertainty (4d), correlate positively with a preference 
to display transformational leadership.  
The integration of all hypotheses offered until now leads us to an integrated  
research expectation: Do TCKs, compared to non-TCKs, more strongly prefer to show 
transformational leadership?  
Such a relationship would imply that the international and intercultural experience 
during one’s formative years might lead to a preference for displaying transformational 
leadership. For example, Useem and Downie (1976) and Useem et al. (1963) were 
among the first to recognise that TCKs have developed cultural insights that broaden 
their worldview and increase their tolerance for diversity. Having the cultural insights 
and tolerance for diversity may allow someone to want to exercise, and recognise the 
benefits of transformational leadership. Such a direct relationship between TCK status 
and transformational leadership would signify that TCKs, compared to non-TCKs, have a 
higher preference to show transformational leadership, as a result of their growing up 
cross culturally in different countries before the age of 18 years.  
Both TCKs and non-TCKs can develop multicultural personality traits and 
intercultural competences, during their growing up. However, as mentioned before (Van 
Bakel, 2012), for TCKs, one’s open-mindedness is expected to increase, based on contact 
with a host-culture. Therefore, examining the mediated relationship between TCK-status 
and transformational leadership through such traits and competences is also important. In 
other words, an effect of being a TCK, compared to not being a TCK, on one’s 
multicultural personality traits and intercultural competences could in turn have an effect 
on one’s preference for transformational leadership. That is, a higher preference of 
transformational leadership among TCKs compared to non-TCKS may not be the result 
of one’s intercultural experience directly, but rather the result of one’s intercultural 
experiences augmenting and developing certain skills and traits. Thus, hypothesis 5 is 
formulated as follows: 
Hypothesis 5: There is a significant relationship between TCK status and transformational 
leadership as preferred leadership style, either directly (5a) or mediated by multicultural 
personality traits (MPTs) (5b), and intercultural competences (ICs) (5c).  
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Figure 3 Proposed hypotheses about the relationship between TCK status (0 = non-TCK,  
1 = TCK) and transformational leadership, either directly or mediated by intercultural 
competences and multicultural personality traits 
 
 
3 Method 
3.1 Participants and procedure 
In order to achieve diversity in the response group, we used our direct access to potential 
Dutch military TCKs as one of the four types of traditional TCKs (see Figure 2) as well 
as recruitment through third culture kids’ Facebook forums (e.g., ‘TCKid’) and through 
personal networks.  
Regarding the sample size, we aimed to detect a minimum mean difference between 
TCKs and non-TCKs in multicultural personality traits and intercultural competences,  
that would represent a value of Cohen’s d = .4. This is considered the lower bound of a 
medium effect size (Cohen, 1988, p.40), with power 1 –  = .80 at level  = .05 (i.e., the 
p-value must be ≤ .05). Based on these conditions, we calculated a minimum sample  
size of n = 100 per TCK and non-TCK group respectively using the software G*Power 
(Faul et al., 2007). Therefore, data collection was stopped soon after this sample size was 
reached in both groups.  
The 237 participants were between the ages of 19 and 74 years and had a mean age of 
M = 42.3 years (SD = 13.2). The sample consisted of 46.0% male participants (n = 109) 
and 54.0% female participants (n = 128). Overall, 51.1% (n = 121) were TCKs, and 
48.9% (n = 116) were non-TCKs. Within the group of TCKs the mean age was M = 41.4 
years (SD = 13.7) while the non-TCKs had a mean age of M = 43.2 years (SD = 12.7). 
Demographics of the sample are shown in Table 1.  
One hundred and thirteen participants reported being in a leadership position  
with subordinates, compared to 120 participants reporting not to be working with 
subordinates. Information was missing from four cases. Within the groups of TCKs and 
non-TCKs the distribution of having subordinates was comparable: the number of TCKs 
with subordinates equalled n = 53, non-TCKs with subordinates equalled n = 60, TCKs 
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without subordinates equalled n = 67, and non-TCKs without subordinates equalled  
n = 53. Also, between TCKs and non-TCKs the number of military respondents versus 
non-military respondents was balanced: 97 respondents from the military respondents 
versus 140 non-military respondents participated, while the number of military TCKs 
was n = 47, and military non-TCK equalled n = 50. The number of civilian TCKs was  
n =74, and the number of civilian non-TCKs equalled n = 66.  
Within the total sample, a majority of participants (70.9%; n = 168) held a Dutch 
passport. Among the groups of TCKs and non-TCKs the distribution of Dutch passports 
and other passports was comparable: the number of TCKs holding Dutch passports 
equalled n = 85, and the number of non-TCKs holding Dutch passports equalled n = 83. 
Overall, 42 nationalities were represented. 
A statistical analysis regarding any differences between TCKs and non-TCKs on 
demographic variables revealed that they differed significantly on gender (2 (235) =  
–3.09, p = 0.002). While 36.4% (n = 44) of the TCKs were male, within the non-TCK 
subgroup this percentage equalled 56.0% (n = 65). Also, the two groups differed with 
respect to having ‘lived abroad for work’ (in their adult life) (2 (234) = 2.36, p = 0.019), 
with relatively more non-TCKs (47.4%, n = 55) than TCKs (32.5%, n = 39) having lived 
abroad for work. Accordingly, in subsequent analyses, we controlled for these two 
variables.  
All participants filled in an online survey, which was created using Qualtrics. The 
survey consisted of the following parts respectively (see for details the measures section): 
firstly, the demographics, secondly, the MPTs (measured with the MPQ), thirdly, the ICs 
(measured with the IRC) and fourthly, transformational, transactional and laissez-faire 
leadership style preference (measured with the Multifactor Leadership Questionnaire 
(MLQ)). The survey contained self-rating scales and open-ended questions. Some open-
ended questions were not used in the present study. An example of such a non-used 
question, specifically for respondents that had identified themselves as TCKs, is: “Can 
you describe the degree of interaction with the host culture (s)?” The MPTs and 
leadership scales could be filled out in Dutch or in English, and the ICs could be filled 
out in a variety of languages. Most participants completed the IC scale in Dutch (n = 134) 
or English (n = 96) but there also were participants who completed this scale in German 
(n = 1), French (n = 3), Spanish (n = 2) or Japanese (n = 1). 
Table 1 Demographics of the sample (total n = 237) 
  M SD 
Age in years 
TCK 41.4 13.7 
Non-TCK 43.2 12.7 
  n % 
TCK 
No 116 48.9 
Yes 121 51.1 
Subordinates 
No 120 50.6 
TCK 67  
Non-TCK 53  
Yes 113 47.7 
TCK 53  
Non-TCK 60  
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Table 1 Demographics of the sample (total n = 237) (continued) 
  n % 
Military/Civilian 
Military 97 40.9 
TCK 47  
Non-TCK 50  
Civilian 140 59.1 
TCK 74  
Non-TCK 66  
Gender 
Male 109 46.0 
TCK 44  
Non-TCK 65  
Female 128 54.0 
TCK 77  
Non-TCK 51  
Lived abroad for work 
No 142 59.9 
TCK 81  
Non-TCK 61  
Yes 94 39.7 
TCK 39  
Non-TCK 55  
Travelled abroad for work 
No 111 46.8 
TCK 55  
Non-TCK 56  
Yes 122 51.5 
TCK 62  
Non-TCK 60  
Highest educational degree 
Middle 15 6.3 
TCK 6  
Non-TCK 9  
Higher 78 32.9 
TCK 38  
Non-TCK 40  
University degree 119 50.2 
TCK 67  
Non-TCK 52  
Other 20 8.4 
TCK 8  
Non-TCK 12  
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4 Measures 
4.1 TCK status 
One item was used to measure participants’ status as a TCK or a non-TCK. This item 
was the following: ‘Have you lived in a country other than your country of birth for a 
minimum period of one year, with your parents, before reaching the age of 18?’ 
Participants were classified as TCK (coded as 1) if they responded “yes”, and non-TCK 
(coded as 0) if they responded “no”. 
4.2 Demographics  
Having subordinates, being military or civilian, gender, lived abroad for work, travelled 
abroad for work, and highest educational degree, were all measured (see Table 1). 
Furthermore, age, nationality, and parents’ nationality, were measured. TCKs were 
additionally asked about the number of countries of residence between the age of 0 to 18 
years, their parents’ reasons for moving abroad, as well as the type and degree of 
interaction with the host culture(s).  
4.3 Multicultural personality traits, intercultural competences and  
preferred leadership styles 
The Multicultural Personality Questionnaire (Van der Zee et al., 2013) consists of five 
multicultural personality traits. The MPQ Short Form 40 (Van der Zee et al., 2013) was 
used in the present study, including the five scales for cultural empathy, flexibility, social 
initiative, open-mindedness, and emotional stability.  
Intercultural competences (ICs) were assessed with the Intercultural Readiness Check 
(IRC; Van der Zee and Brinkmann, 2004). The IRC is a 57-item questionnaire  
(Van der Zee and Brinkmann, 2004; Brinkmann and Van Weerdenburg, 2014). The 
revised version of the IRC (of 2007) was used in the present study. This measures four 
intercultural competences: intercultural sensitivity, intercultural communication, building 
commitment, and managing uncertainty (Van der Zee and Brinkmann, 2004).  
The Multifactor Leadership Questionnaire (MLQ) measures the degree to which the 
participant shows a preference to engage in transformational (TFL), transactional (TAL) 
and laissez-faire (LFL) leadership styles. There are two versions of the MLQ, one relying 
on self-reports (Leader/Self-form), the other on peer-reports (Leader/Rater-form). For the 
current study, the Leader/Self-form was used. This version consists of 28 items scored on 
a five-point scale ranging from “not at all” (1) to “frequently, if not always” (5). 
Further details on these measurement instruments, including quality criteria and 
example items, are provided in Appendix 1.  
4.4 Statistical procedure 
The analysis was carried out using the statistical software IBM SPSS 24. To investigate 
the relationship of multicultural personality traits and intercultural competences with 
leadership styles, we calculated partial correlations between these variables, in which we 
controlled for ‘gender’ and ‘lived abroad for work’, due to the dissimilar distribution of 
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scores between TCKs and non-TCKs (hypothesis 1, 2, 5a). Additionally, we performed 
several one-way ANCOVAs to investigate whether TCKs and non-TCKs differed in their 
level of multicultural personality traits and intercultural competences (hypothesis 1  
and 2). Here, TCK status was included as an independent variable, while the variables 
‘gender’ and ‘lived abroad for work’ were included as covariates. 
Mediation analyses to test the indirect relationship of the TCK status on the preferred 
shown leadership style were executed by using model 4 of the SPSS macro ‘Process for 
SPSS v. 2.16’ as designed by Hayes (2016). PROCESS can use both dichotomous and 
interval data as independent and mediation variables (Hayes, 2012). Here, TCK status 
was treated as the independent variable and the three leadership styles as the dependent 
variable in separate analyses. Previous literature argued that for a mediation effect to 
occur, it is not necessary that the independent and dependent variable show a direct total 
effect, as suppressor effects might blur this relationship (Field, 2009). 
To test hypothesis 5b we combined the MPTs as mediators in a parallel mediation 
model, and to test hypothesis 5c we combined the ICs as mediators in a separate parallel 
mediation model. This resulted in a total of 6 models. Considering that all statistical tests 
relied on a normal distribution as well as the absence of outliers, beforehand we checked 
the available data for both assumptions. In all variables, but cultural empathy, open-
mindedness, and transformational leadership, the assumption of normality was met. We 
normalised those variables that deviated from normality and compared the results to 
those using the original variables. As there were no major differences in the results, we 
continued working with the variables without transformation (details are available from 
the authors). 
5 Results 
Hypothesis 1 stated that TCKs would score significantly higher on cultural empathy and 
open-mindedness than non-TCKs, but lower on emotional stability. Table 2 shows the 
intercorrelations (corrected for gender and lived abroad for work), means and standard 
deviations for all variables.1 We performed separate ANCOVAs with cultural empathy, 
open-mindedness and emotional stability as dependent variables, TCK status as an 
independent variable, and gender and lived abroad for work as covariates (see Table 3 for 
the results). Taking into account covariates, the TCKs and non-TCKs did not differ in 
their level of cultural empathy, open-mindedness or emotional stability; therefore 
hypothesis 1a, 1b and 1c could not be confirmed. 
It should be noted that the difference between TCKs and non-TCKs in their  
open-mindedness and emotional stability was not, albeit nearly, significant; these 
differences were representative of a small effect as indicated by a Cohen’s d value larger 
than .20 and smaller than, or equal to .30. On average, TCKs tended to be somewhat 
higher on open-mindedness, while they scored somewhat lower on emotional stability. 
There is a possibility that the covariates included obscured the effect of the TCK status 
on both dependent variables. For example, when the covariates were excluded from the 
model, the level of emotional stability differed significantly between TCKs and non-
TCKs, F(1, 235) = 8.93, p = .003, Cohen’s d = .39.  
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Hypothesis 2 stated that TCKs would score significantly higher than non-TCKs on 
intercultural sensitivity (2a) and intercultural communication (2b), building commitment 
(2c) and managing uncertainty (2d). We performed one-way ANCOVAs for each 
dependent variable with TCK status as the independent variable, and ‘gender’ and ‘lived 
abroad for work’ as covariates (Table 2). Comparing TCKs with non-TCKs showed that 
TCKs scored significantly higher on intercultural sensitivity, while the scores on 
intercultural communication, building commitment, and managing uncertainty were not 
significantly different. Accordingly, hypothesis 2a was partially supported, with TCKs 
showing more intercultural sensitivity.  
The effect of being a TCK on intercultural sensitivity represented a moderate effect 
size (Cohen’s d > .30), while its effect on intercultural communication, building 
commitment, and managing uncertainty represented small or very small effects  
(.30 ≥ Cohen’s d > .20 or Cohen’s d < .20 respectively) 
Table 2 Descriptive statistics and ANCOVA results testing Hypothesis 1 & 2, as well as 5a 
Hypothesis 1 M (SD)  
TCK 
M (SD)  
non-TCK 
F(1, 232) p Cohen’s d 
Cultural empathy 4.14 (.57) 4.10 (.46) .010 .750 <.03 
Open-mindedness 4.01 (.55) 3.92 (.50) 3.76 .054 .26 
Emotional stability 3.43 (.69) 3.71 (.70) 2.86 .092 .22 
Hypothesis 2 M (SD)  
TCK 
M (SD)  
non-TCK 
F(1, 232) p Cohen’s d 
Intercultural sensitivity 6.08 (1.86) 5.39 (2.03) 5.86 .016 .32 
Intercultural 
communication 5.98 (1.78) 5.66 (1.96) 2.39 .123 .20 
Building commitment 5.49 (2.16) 5.51 (2.02) 0.35 .552 .09 
Managing Uncertainty 5.23 (2.04) 5.22 (2.33) 0.39 .535 .09 
Hypothesis 5a 
M (SD)  
TCK 
M (SD)  
non-TCK F(1, 232) p Cohen’s d 
Transformational 
leadership 
3.76 (.64) 3.91 (.57) 1.92 .167 .18 
Hypothesis 3 stated that for all participants, cultural empathy (3a), flexibility (3b), social 
initiative (3c), open-mindedness (3d), and emotional stability (3e) would correlate 
positively with their preference to show transformational leadership. This hypothesis  
was confirmed to a large extent (Table 3). Cultural empathy (r = .39, p < .001), social 
initiative (r = .39, p < .001), open-mindedness (r = .42, p < .001), and emotional stability 
(r = .26, p < .001) correlated positively with transformational leadership. However, 
flexibility (r = –.06, p = .367) did not correlate significantly with transformational 
leadership. In other words, all participants, TCKs as well as non-TCKs, who scored 
higher on all of the MPTs except flexibility, tended to show a higher preference to 
display transformational leadership style. This hypothesis was mostly confirmed.  
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Table 3 Intercorrelations (corrected for gender and lived abroad for work), means (m) and 
standard deviations (sd) for all variables 
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Table 3 Intercorrelations (corrected for gender and lived abroad for work), means (m) and 
standard deviations (sd) for all variables (continued) 
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The relationships of cultural empathy, social initiative, and open-mindedness with 
transformational leadership represented a moderate effect size. On the other hand, the 
relationships of emotional stability and flexibility with transformational leadership 
represented a small and very small effect respectively.  
Hypothesis 4 stated that for all participants, the four intercultural competences of 
intercultural sensitivity (4a), intercultural communication (4b), building commitment 
(4c), and managing uncertainty (4d), would correlate positively with a preference to 
display transformational leadership. Our findings supported all aspects of this hypothesis. 
Intercultural sensitivity (r = .18, p = .008), intercultural communication (r = .18,  
p = .008), building commitment (r = .39, p < .001), and managing uncertainty (r = .17,  
p < .016) each correlated positively to transformational leadership. Stated differently, 
those who scored higher on any of the ICs, tended to show a stronger preference for the 
transformational leadership style.  
The relationship between building commitment and transformational leadership 
represented a moderate effect size. The other specified relationships represented a small 
effect size.  
Hypothesis 5 stated that there would be a relationship between TCK status and 
transformational leadership as one’s own preferred style of leadership, either directly (5a) 
or mediated by multicultural personality traits (5b) and intercultural competences (5c). 
Results for hypothesis 5a are depicted in Table 2, results for hypotheses 5b and 5c are 
provided in Table 4. TCKs and non-TCKs did not differ in their preference for 
transformational leadership. Hypothesis 5a therefore could not be confirmed. 
Testing hypothesis 5b, which related to MPTs, in three cases we found a mediated 
relationship between TCK status and transformational leadership. Firstly, there was a 
negative indirect effect of TCK status on transformational leadership through flexibility. 
This finding implied that through flexibility, TCK status leads to a lower preference for 
transformational leadership. Secondly, through open-mindedness, TCK status had a 
positive indirect effect on transformational leadership. This meant that, through open-
mindedness, being a TCK had a positive effect on transformational leadership compared 
to not being a TCK. Thirdly, there was a negative indirect effect of TCK status on 
transformational leadership through emotional stability. Emotional stability mediated the 
relationship between TCK status and a preference for displaying transformational 
leadership in a negative way. Through emotional stability, TCK status had a negative 
impact on the preference to display transformational leadership. To conclude, mediation 
hypothesis 5b could be confirmed partially for transformational leadership. All effect 
sizes for these indirect effects were small, as indicated by the standardised indirect 
effects.  
The results from our analysis investigating whether TCK status affected a preference 
for transformational leadership indirectly through intercultural competences  
(hypothesis 5c) showed that none of the variables of the IRC mediated the relationship 
between TCK status and transformational leadership. Hypothesis 5c could thus not be 
confirmed. The effect sizes for these indirect effects were small or very small, as 
indicated by the standardised non-significant indirect effects. 
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Table 4 Regression coefficients, standard errors, and model summary information for the 
parallel mediation models for transformational leadership 
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Table 4 Regression coefficients, standard errors, and model summary information for the 
parallel mediation models for transformational leadership (continued) 
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6 Discussion 
The primary purpose of this study was to explore whether TCKs exhibit a stronger set of 
multicultural personality traits and intercultural competences than non-TCKs and to 
explore how these traits and competences relate to their own preference to show 
transformational leadership. Four important results were found: firstly, the differences 
between TCKs and non-TCKs with regard to multicultural personality traits and 
intercultural competences; secondly, relations between MPTs and ICs and styles of 
leadership; thirdly, direct relationships between TCK status and preferred styles of 
leadership; and finally, mediated relationships between TCK status and preferred styles 
of leadership.  
Earlier research had found a positive correlation between being a TCK and open-
mindedness among teenagers (Dewaele and Van Oudenhoven, 2009). However, we could 
not generalise this result to the adult TCKs in the present sample. Regarding the 
multicultural personality traits of TCKs we can conclude that TCKs and non-TCKs show 
the same scores. Apparently, personality traits turn out to be more stable than earlier 
research indicated, within our respondents group. This would be in line with Roberts and 
DelVecchio (2006) who concluded that competences are generally considered to be more 
amenable than personality characteristics. 
Regarding intercultural competences, TCKs scored higher on intercultural sensitivity 
than non-TCKs. No significant differences were found on the other three competences, 
however, namely: intercultural communication, building commitment, and managing 
uncertainty. The finding that TCKs score higher on intercultural sensitivity indicates  
that they seem capable of mapping the different cultural perspectives and of estimating 
the complexity of situations, usually being aware of more than one interpretation 
(Brinkmann and Van Weerdenburg, 2014). Early cross-cultural experiences of TCKs 
might have especially increased their cultural awareness and thus possibly recognising 
the value of diversity. The growing up among cultures other than their passport cultures 
may not lead to higher scores in intercultural communication, building commitment, and 
managing uncertainty. All these competences seem to be more rooted to changes in 
behaviour, than to changes in awareness. 
Caligiuri and Tarique (2009) provided evidence that significant intercultural 
experiences positively impact one’s flexibility and tolerance for ambiguity, the latter of 
which also was labelled as managing uncertainty by these authors. We could not repeat 
their results: In contrast, our results showed no significant difference when comparing 
TCKs to non-TCKs in terms of their flexibility and their managing uncertainty.  
Most of the multicultural personality traits, except flexibility, as well as all of the four 
intercultural competences, were strongly related to a preference for the transformational 
leadership style. The focus of transformational leadership on the relationship part of 
leadership, with its elements of idealised influence, inspirational motivation, intellectual 
stimulation and individual consideration, fits these findings. 
Though a direct relationship between being a TCK and preference for displaying a 
transformational leadership style was not confirmed in this study, this relationship seems 
to occur indirectly, namely through multicultural personality traits as mediators, both 
positively and negatively. TCKs, compared to non-TCKs, tend to show a higher 
preference for transformational leadership through their levels of open-mindedness. On 
the other hand, through their levels of flexibility and emotional stability, they tend to 
show a lower preference to use transformational leadership compared to non-TCKs.  
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Even though these findings - particularly the positive and negative indirect effects in 
the absence of a direct one for transformational leadership - at first sight appear complex, 
they become clearer with some considerations. The results from the mediated regression 
analysis inform us that TCK status has an indirect effect on the preference for 
transformational leadership through three multicultural personality traits. First, TCKs 
score relatively high on the personality trait of flexibility, keeping their options open and 
being flexible. Yet, transformational leadership requires consistency in goal pursuit 
(Keeley, 1995). TCKs might want to keep their options open, instead of taking the lead 
and inspiring others towards one defined direction. This might explain that TCKs’ higher 
flexibility compared to non-TCKs implies a somewhat weaker inclination to show 
transformational leadership.  
Second, related to the trait of emotional stability, transformational leaders are 
expected to show stability, also implying high emotional stability. TCKs’ relatively low 
emotional stability may therefore form a counterproductive multicultural personality trait 
for transformational leadership. On the other hand, thirdly, TCKs’ open-mindedness 
might help them to empathise with followers’ needs and thus may influence 
transformational leadership positively. Adding up these three effects, one could therefore 
conclude that TCKs’ multicultural personality traits may imply a mixed but, in sum, 
overall positive effect on their preference for the transformational leadership style.   
7 Limitations of this study and implications for future research 
We recognise this study has some limitations. We had to control for gender differences 
and also for having lived abroad for work. This was necessary due to an unequal 
distribution of male and female participants among TCKs and non-TCKs and an unequal 
distribution of having lived abroad for work between both groups. Future research, with a 
more balanced design, might allow for a clearer evaluation of the effect of TCK status on 
the given outcome variables.  
Another limitation of this study is that all measures were based on self-reports. 
People might overestimate their own desired behaviour. The responses, therefore, might 
be more in line with their (desired) self-image than with their actual behaviour. Not being 
able to distinguish among different types of TCKs (e.g., kids of expats, missionary kids) 
as well as having no exact information on the number of years having lived abroad in any 
period of the lifetimes of the respondents is another limitation of this study.  
Moreover, we could not measure the degree to which TCKs’ host culture(s) differed 
from their passport culture. Future research should therefore investigate whether this 
factor may influence the relationship between TCK experience and preferred leadership 
style. For example, how would growing up in a culture that values listening more than 
speaking influence one’s preferred communication as a leader? 
Furthermore, a research suggestion would be to investigate the degree of interaction 
of TCKs with the host culture(s), which may lead to new questions about the developed 
competences of TCKs. It would be interesting to investigate what factors the degree of 
interaction depends upon, such as different types of TCKs and the social constellation of 
the family. Side analyses in our dataset also indicated two factors that may influence a 
higher score on open-mindedness for TCKs, namely the number of countries lived in as a 
TCK, as well as having a higher education.  
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Comparing TCK status versus living and working abroad as an adult could be an 
interesting topic for further research, to be able to explore the impact of TCK status 
relative to the effects of having lived and worked abroad. This refers to a more general 
issue regarding the importance of the TCK variable in the prediction of preferred shown 
leadership styles in comparison to other (culture-related) experiences. For such a study, 
data about the various types of TCKs would be helpful because one’s culture-related 
experiences will vary for the different types of TCKs. For example, many military TCKs 
are used to living on a compound, and thus will have less direct contact with the host-
culture(s) and therefore may impact their culture-related experiences as a TCK. Finally, 
this study used a 70% Dutch sample, which may add to the field of TCK research, since 
much TCK research has been based on American or Japanese samples. Future research 
might further expand the population of TCKs.  
8 Conclusion 
This study examined the relationships between multicultural personality traits and 
intercultural competences with a preference to show transformational leadership, 
comparing TCKs with non-TCKs. Looking for the impact of early life cross-cultural 
experiences on the development of multicultural personality traits and intercultural 
competences, our findings revealed that TCKs show more intercultural sensitivity 
compared to non-TCKs. One’s TCK status affects one’s preferred leadership style 
particularly through the trait of open-mindedness.  
Based on these conclusions, in a world that seems to be increasingly in demand of 
global leaders with a transformational leadership style who do business across borders 
with intercultural ease, TCKs might turn out to be fitting candidates. They show a 
stronger preference for transformational leadership than non-TCKs, mediated by their 
open-mindedness. These findings imply that TCKs’ open-mindedness and, possibly in a 
different way, their higher intercultural sensitivity influence their preference for 
transformational leadership rather than that this preference follows as a direct result of 
being a TCK or not. 
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Appendix 1: Table of measures: Multicultural Personality Questionnaire, Intercultural Readiness 
Check and Multifactor Leadership Questionnaire, including alpha reliabilities, 
response scales and example items 
Measures Alpha Reliabilities Response scales 
Multicultural Personality 
Questionnaire (MPQ): 40 items 
Van der Zee et al. 
(2013): 
Current 
sample: 
 
Cultural empathy (CE): 8 items αCE = .81 αCE = .81 1 = Totally not applicable 
2 = Hardly applicable 
3 = Moderately applicable 
4 = Largely applicable 
5 = Completely applicable 
Flexibility (FL): 8 items αFL = .81 αFL = .83 
Social initiative (SI): 8 items αSI = .81 αSI = .82 
Open mindedness (OM): 8 items αOM = .72 αOM = .77 
Emotional stability (ES): 8 items αES = .82 αES = .84 
Example items:  
“Sets others at ease” (CE)  
“Likes routine” (FL; coded inversely) 
“Is often the driving force behind things” (SI) 
“Seeks contact with people from different backgrounds” (OM) 
“Keeps calm when things don’t go well” (ES)  
Intercultural Readiness Check 
(IRC): 57 items 
Van der Zee and 
Brinkmann (2004):
Current 
sample: 
 
Intercultural sensitivity (IS):  
10 items 
αIS = .80 αIS = .70 1 = Totally not applicable 
2 = Hardly applicable 
3 = Moderately applicable 
4 = Largely applicable 
5 = Completely applicable 
Intercultural communication (IC): 
13 items 
αIC = .84 αIC = .80 
Building commitment (BC):  
20 items 
αBC = .80 αBC = .89 
Managing uncertainty (MU):  
14 items 
αMU = .78 αMU = .82 
Example items: 
“Tends to examine own values” (IS) 
“Changes the sound of own voice to meet different cultural requirements” (IC) 
“Is able to identify networks relevant to his/her business context” (BC) 
“Doubts the importance of cultural differences” (MU, coded inversely) 
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Appendix 1: Table of measures: Multicultural Personality Questionnaire, Intercultural Readiness 
Check and Multifactor Leadership Questionnaire, including alpha reliabilities, 
response scales and example items (continued) 
Measures Alpha Reliabilities Response scales 
Multifactor Leadership 
Questionnaire (MLQ): 28 items 
Antonakis 
(2001): 
Current 
sample: 
 
Laissez faire leadership (LFL):  
4 items 
αLFL > .70 αLFL = .62 1 = Not at all 
2 = Once a while 
3 = Sometimes 
4 = Fairly often  
5 = Frequently, if not always 
Transactional leadership (TAL):  
9 items 
αTAL > .70 αTAL = .52 
Transformational leadership (TFL): 
15 items 
αTLF > .70 αTLF = .92 
Example items:  
“I undertake action only when needed” (LF) 
“For excellent work, I will agree to a special bonus” (TA) 
“I inspire people to achieve more than they would have achieved without me” (TFL) 
 
